This research focuses on the important issues of age discrimination and intergenerational knowledge transfer. Through online questionnaire method, where 291 effective responses were acquired, this research found that perceived age discrimination by senior employees was negatively related to their intention to transfer their knowledge to younger employees. This negatively effect was fully mediated by organizational identification, where perceived age discrimination was negatively related to organizational identification while organizational identification was positively related to intergenerational knowledge transfer intention. This research made theoretical contribution by linking the two important issues, age discrimination and intergenerational knowledge transfer, as well as by identifying the underlying mechanism for this linkage. The research would hopefully help manager in workplace to encourage senior employees to transfer knowledge to younger employees, by providing a more respectful workplace for senior employees.
Introduction
The world seems to face most severe talent shortage since financial crisis in 2008 How to cite this paper: Huang young employees, would help organization to prevent the talent pool from going dry. However, it is a rather altruistic act because it is the contribution from old employees to the benefit of other people in the organization [4] .
Therefore, how to make old employees willing to share knowledge and experience with young employees, will be an important issue to address. As [6] stated, the field of knowledge transfer from older and retiring workers to younger workers has been rarely studied. This is the reason why this research is going to explore to what degree old employees are willing to share knowledge, and whether this knowledge sharing intention is discouraged by age discrimination.
Moreover, age discrimination has long been a severe problem. In the United States, over 1/4 of total population are predicted to demonstrate age discrimination over older people, according to a social survey in US [7] . In China, many individuals are holding negative biased views on older people as well, considering them as lonely, upset, and weak in physical status as prejudgment [7] . According to a survey among younger individuals in China, around 21% of them are holding negative cognition towards older people, and 23.8% of them are holding negative emotion towards older people [8] .
Right now the topic of severe age discrimination has not been linked together to see how age discrimination harms older talent management. Because of research gap in intergenrational knowledge transfer, and because of severe age discrimination problem in both western and eastern countries, this study plan to answer the question of how age discrimination will hinder intergenerational knowledge transfer.
This research aims to look into knowledge transfer as a way to solve talent shortage, and to fill the research gap of the relationship between age discrimination and knowledge transfer. This aim will help understanding of the relationship between age discrimination and intergenerational knowledge transferring, as well as responding to the talent shortage problem and talent pool development. 
Literature Review

Age Discrimination
Age discrimination refers to unfair perceptions and unfair treatment of any age group because they are too young or too old [9] . However, when the research is focusing on older workers, age discrimination commonly refers to unfair perceptions and unfair treatment of older employees for being too old [10] . According to a research, UK Citizenship Survey, employees can feel discriminated in many aspects, such as age, race, and gender, among which age discrimination is most frequently perceived by employees [11] . UK is not the only case. In China age discrimination is a severe problem as well. According to [12] and [13] , residential status, gender, and age are the three most significant discrimination sources in China now.
Age discrimination is hindering achievements of organizations [10] . Perceived age discrimination is negatively related to organizational performance [9] . This implies the importance for organizations to promote fair perceptions and fair treatment of all age groups, and prevent age discrimination [14] . Moreover, age discrimination will have negative social impact as well. In China employees may be laid off and forced to early retirement because of age discrimination. Then it will be hard for them to rejoin the labor force, due to biased perception on older age [15] . This can cause a loss of older talents in organization. Therefore, to study age discrimination in China is also of great practical value.
Organizational Identification
Organizational identification refers to "a perceived oneness with an organization and the experience of the organization s successes and failures as one's own" [16] , which is important to the well-being of employees and the organizations. Organizational identification is associated with the self-concept of employees cognitively or emotionally.
With higher organizational identification, employees are more willing to voluntarily contribute to the organization and help other employees. In this research, since voluntary knowledge transfer is investigated, it is logical to link higher organizational identification with higher intention of intergenerational knowledge transfer intention.
Intergenerational Knowledge Transfer (IGKT)
Knowledge transfer is useful in dealing with talent shortage in organizations resulting from older employee's retirement and lack of replacement of large and knowledgeable cohort of employees. Knowledge transfer is described as "passing knowledge from one person to others or to the broader organizational knowledge base" [4] . It is important because knowledge cannot be fully recovered once it is lost. Thus organizations should capture knowledge before it diminishes.
Intergenerational knowledge transfer is defined as "knowledge transfer from 
Hypotheses and Model
In the context of older employer research, perceived age discrimination can be limited to the unfair perception of older employees for being too old [10] . Yet unfair perception in organizations can impede OCB (individual behavior that is discretionary, not directly or explicitly recognized by the formal reward system, and that in the aggregate promotes the effective functioning of the organization) [20] [21] [22] . Previous research demonstrates empirical evidence for discriminations in organization to hinder OCB [23] . Since knowledge transfer is altruistic [4] , and is a voluntary arrangement that involve exchange, sharing, or co-development [24] , the research proposes hypothesis 1:
H1: Perceived age discrimination is negatively related to IGKTI.
The traditional social identity theory focuses mainly on the cognitive part of social identity, and the evaluative component did not attracted much research attention [25] . According to social identity theory, employees' identification with organizations are not only affected by their comparison of their organizations with other organizations, but also influenced by how they are evaluated by other employees [25] [26] . Since age discrimination is "unfair perceptions and unfair treatment of older employees for being too old" [10] , and thus is associated with unfair evaluation, it is hypothesized that age discrimination will negatively influence senior employees' identification with organizations. Thus the research proposes hypothesis 2:
H2: Age discrimination perceived by senior employees is negatively related to their organizational identity.
Also according to social identity theory, people's cooperative behavior in the group, particularly that which is discretionary in nature, comes from their organizational identification (Tyler and Blader, 2000; Tyler, 2012) [25] [27] . In this research, since it is investigated how willing senior employees are to voluntarily transfer their knowledge to younger employees, and the key variable IGKTI is treated as discretionary, it is proposed that organizational identification will be positively related to IGKTI. Thus the research proposes hypothesis 3, together with hypothesis 4 which is logically based on hypotheses 1, 2, and 3:
H3: Senior employees' organizational identity is positively related to their IGKTI.
H4: Senior employees' organizational identity mediates the relationship between perceived age discrimination and IGKTI.
With the above hypotheses, the research develops the following model ( Figure   1 ): Based on this model, the research will investigate the relationship between perceived age discrimination, organizational identity and IGKTI.
To verify the hypotheses, the research collected data through online questionnaire, and used SPSS software to conduct correlation analysis as well as regression analysis for the data.
Methodology
This research uses quantitative method instead of qualitative method. As [19] stated, current studies in intergenerational knowledge transfer are qualitative and with little empirical evidence. There are some studies working on intergenerational knowledge transfer finding organizational antecedents for it, such as intergenerational supportive climate, top management support, and organizational institution. However, until the investigation of [19] , hardly there are study findings to empirically verify the relationships between these organizational factors and younger employees' participation in intergenerational knowledge transfer. Thus, this study aims to fill this vain, by using empirical quantitative method. Specifically, this research will use online questionnaire.
Data Collection
To distinguish senior employees from other employees, I followed the criteria from [ 
Measurement
Since all of our respondents were Chinese, I translate the original scales following the back-translation procedure recommended by [31] . Participants were informed of confidentiality of their answers, with explicit expression on the questionnaire that "All your answers will be confidential. They will not be presented to anyone in your organization. They will not be used for business purpose". All items of age discrimination, organizational identification, and IGKTI and measured with a 7-point Likert type scale (1 = strongly disagree; 7 = strongly agree).
For perceived age discrimination, I used the most commonly-used scale from [10] , asking 6 questions about to what degree older employees feel that they are discriminated in the organization (Appendix). A sample item is "I have sometimes been unfairly singled out because of my age". The Cronbach alpha is 0.82 as reported by [10] .
Organization identification was measured with 6 items developed by [16] . A sample item is "This organization's successes are my successes" (Appendix).
The Cronbach alpha is 0.79 as reported by [16] . For intergenerational knowledge transfer intention, this research adapts [32] 's 5-item questionnaire (Appendix). This measurement is consistent with other F. Huang Journal of Human Resource and Sustainability Studies researches studying knowledge sharing intention [33] [34] and IGKTI [19] [35] . The 5 items measure 2 dimensions of respondents' intention to share explicit knowledge and intention to share implicit knowledge. Because this scale measures the knowledge sharing intention for general respondents, I adjusted it to fit more closely with our topic of "intergenerational knowledge transfer intention". I changed words "members" to "younger employees" in every item, aiming to measure the extent to which senior employees would intend to share their knowledge with younger employees. A sample item is "I will always provide my manuals, methodologies and models for younger employees of my organization". The Cronbach alpha of this scale is 0.83 as reported by [32] .
Data Analysis
After data collection from 300 participants, the research will get values of 3 key variables: perceived age discrimination, organizational identification, and IGKTI.
To test the two mediation effects, the research will first follow [36] 's procedure. With this method, three conditions should be satisfied to support a mediation effect (X → M → Y) (for the effect of perceived age discrimination → organizational identification → IGKTI): 1) perceived age discrimination has a significant effect on IGKTI, 2) perceived age discrimination has a significant effect on organizational identification, and 3) organizational identification has a significant effect on IGKTI after accounting for the effect of perceived age discrimination, whereas the effect of perceived age discrimination on IGKTI becomes less or non-significant. Table 2 shows the descriptive Statistics of primary variables. As can be seen in this table, the average year is 46 years old, while average organizational tenure is 19 years. All 291 effective respondents are not retired and work full-time now. Most of the respondents are working as a supervisor role (team leader, manager, or executives, etc.) in the organization. Around half of the effective respondents are from state-owned organizations, while the other half is from non-state-owned organizations. Table 3 shows the correlations among primary variables. As can be seen from Table 3 , several factors are related to perceived age discrimination. The correlation between gender and perceived age discrimination is significant (β = −0.141, p < 0.05), meaning that female are more likely to feel being discriminated by others at work because of age, when compared with male. The correlation between age and perceived age discrimination is marginally significant (β = 0.115, p = 0.05), demonstrating that older senior employees are more likely to perceive himself/herself as being discriminated by others because of being too old.
Results
In addition, Table 3 also shows that several factors are associated with organizational identification. Being supervisor at work is related with higher level of organizational identification (β = −0.158, p < 0.01). In addition, organizational F. Huang Journal of Human Resource and Sustainability Studies type is related with organizational type, in that employees from non-state-owned organizations display higher level of organizational identification, when compared with employees from state-owned organization (β = 0.137, p < 0.05). Furthermore, other control variables are related to intergenerational knowledge transfer intention. Surprisingly, people with higher education background is less willing to transfer knowledge intergerationally (β = −0.137, p < 0.05). A supervisor at work is more likely to have higher intention of intergenerational knowledge transfer, when compared to a non-supervisor (β = −0.154, p < 0.01).
After the descriptive analysis and analysis of correlation among primary variables, we start hypothesis testing as following.
To test hypothesis 1, we run regression where dependent variable is intergenerational knowledge transfer intention, and independent variable is perceived age discrimination (Table 4 , model 1). The result shows that intergenerational knowledge transfer intention is negatively correlated with perceived age discrimination (β = −0.168, p < 0.001), when controlling gender, education, age, organizational tenure, being supervisor and organizational type. Thus hypothesis 1 is supported.
Then to test hypothesis 2, we run regression of organizational identification on perceived age discrimination (Table 5 , model 2). The result shows that the relationship between perceived age discrimination and organizational identification is negative and significant (β = −0.173, p < 0.001), when controlling gender, education, age, organizational tenure, being supervisor and organizational type. Thus hypothesis 2 is supported. Note: "ad" stands for perceived age discrimination. "oi" stands for organizational identification. "IGKTI" stands for intergenerational knowledge transfer intention. a. Cannot be computed because at least one of the variables is constant. 
Discussion
This research used questionnaire method to find that perceived age discrimination by focal senior employees will lead to their lower organizational identification, and in turn decrease their intention to transfer their knowledge to younger employees. Organizational identification plays a full mediating role in the negative relationship between perceived age discrimination and intergenerational knowledge transfer intention.
Theoretical Contribution
Both age discrimination and intergenerational knowledge transfer are important topics, but there are seldom researches to study them together and to find out the relationship between them, as well as the mechanism affecting the relationship. Since age discrimination may lead to lower organizational performance [9] [10], it plays an important role in organizational research. In addition, since intergenerational knowledge transfer is mostly voluntary, it is highly linked to the topic of organizational citizenship behavior (OCB). Our study contributes theoretically to found negative relationship between perceived age discrimination and intergenerational knowledge transfer intention, and to find the full mediating effect of organizational identification in this relationship. Our study will also add to the current literature of OCB, because intergenerational knowledge transfer is a rather voluntary and discretionary behavior.
Practical Implications
Facing severe problem of talent shortage in workplace, managers will be provided insight by this research to deal with this problem. Since there are talent shortage problem all over the world and it is hard to recruit talent from outside F. Huang Journal of Human Resource and Sustainability Studies the organization, managers could consider filling the talent pipeline from inside the organization. One way to solve this talent shortage problem is to encourage senior employees to transfer their knowledge to younger employees. Yet this research found that if senior employees feel that they are discriminated at workplace for being too old, they may be less likely to provide knowledge to employees of younger generations, because in that case, these focal employees may become less identified with the organization. This study result gives managers the hint that in order to deal with talent shortage problem and to encourage senior employees to transfer knowledge to younger employees, managers may try to shape respecting perceptions on older employees, through either training or organizational culture building. For instance, organizations can train employees to think in the shoes of other employees from different ages. As [37] claimed, "age simulation-envisioning oneself in another age group-can … facilitate inter-generational understanding and cooperation". In this way, when senior employee feel less discriminated, they may become more willing to engage in intergenerational knowledge transfer. In turn, the talent shortage problem could be largely relieved. we are very likely to be faced with the problem of high non-response rate and thus the non-response bias. In order to avoid this bias, we did not conduct multi-wave study online. Future research may try to replicate this study offline, and collect data in multi waves.
Limitations and Future Directions
Conclusion
Facing the prominent age discrimination problem and talent shortage problem F. Huang Journal of Human Resource and Sustainability Studies in workplace, this research studies how perceived age discrimination can influence IGKTI. The research found that perceived age discrimination is negatively related to IGKTI and that organizational identification plays a full mediating role in this negative relationship. The research would contribute theoretically to the current research of age discrimination and intergenerational knowledge transfer intention, filling the research gap of finding the relationship between them as well as the underlying mechanism. Hopefully, this research would also contribute to the current literature of OCB. Practically, this research will provide managers with insight to promote the intention for intergenerational knowledge transfer by senior employees, through building a more respectful working environment to them and reducing discrimination towards them. In this way, the research will help managers to deal with the talent shortage problem and to prepare talent pipeline by intergenerational knowledge transfer within the organization.
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Questionnaire for senior employees
All your answers will be confidential. They will not be presented to anyone in your organization. They will not be used for business purpose. 2) I feel socially isolated because of my age.
3) I have fewer training opportunities than those who are younger than me. 4) I have fewer opportunities for promotion than those who are younger than me.
5) I am scrutinized more heavily in my performance evaluation than those who are younger than me.
6) Those who are younger than me are provided with better job-assignments.
Part 3 Organizational identification 1) When someone criticizes this organization, it feels like a personal insult.
2) I am very interested in what others think about the organization.
3) When I talk about this organization, I usually say "we" rather than "they". 4) This organization's successes are my successes.
5)
When someone praises this organization, it feels like a personal compliment.
6) If a story in the media criticized the organization, I would feel embarrassed.
Part 4 Intergenerational knowledge transfer intention 1) I will share my work reports and official documents with younger employees of my organization more frequently in the future.
2) I will always provide my manuals, methodologies and models for younger employees of my organization.
3) I intend to share my experience or know-how from work with younger employees of my organization more frequently in the future. 
